
Organisational Management 

4.1 ORGANISATIONAL STRUCTURE 


The organisational structure of the Municipality was reviewed during the course of the year leading 
to a leaner and more cost effective structure. Job descriptions were compiled and submitted to the 
Principal Job Evaluation Committee forevaluation purposes and this project is almost completed. 



MUNICIPAL 

MANAGER 





Figure 11: Organisational Structure 
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42 EMPLOYMENT EQUITY & SKILLS DEVELOPMENT 


As a designated employer in terms of Section 13 (1) of the Employment Equity Act, 55 of 1998, the 
Municipality aims to achieve employment equity by implementing affirmative action targeting 
designated groups in terms of this Act. 

KwaDukuza Municipality has adopted its Employment Equity Plan from October 2005 till 
September 2008. The goals of the Employment Equity Plan being: 

• To create equal opportunity and fair treatment of the designated groups within the Munici- 
pality. 

• To identify all barriers which prevent or hinder the advancement of the designated groups. 

• To eliminate all forms of unfair discrimination in the employment policies, practices and 
procedures of the Municipality. 

• To create a pool of skills and competencies that meet business objectives and challenges as set 
out in the Integrated Development Plan. 

• To make a special effort to accommodate people with disabilities. 

• To respect the privacy of each individual, to respect diversity and to encourage teamwork, 
shared values, mutual acceptance and social interaction. 

• To work towards achieving a staff composition with regard to race and gender, that reflects the 
demographics of the area in which the Municipality operates. 

In order to achieve equal opportunity in the workplace the KwaDukuza Municipality, in terms of 
Section 13 (2) of the Employment Equity Act 55 of 1998, consults with its employees as required by 
Section 1 6, conducts an analysis as required by Section 1 9, prepares an employment equity plan as 
required by Section 20 and reports to the Director-General on progress made in implementing its 
employment equity plan as required by Section 21 of the said Act. The following table illustrates 
the workplace demographics for the year under review. 


TABLE 28: Workplace Demographics for the Financial Year 2007/2008 


WORKPLACE POPULATION 

— 

MALE 



FEMALE 

1 

TOTAL 

EMPLOYEES 


A 

c 

1 

w 

A 

c 

1 

W 


Number of Employees 

370 

2 

137 

23 

159 

0 

60 

14 

765 

Percentage 

48.4 

0.3 

17.9 

3 

20.8 

0 

7.8 

1.8 

100 
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Much has been done to affirm previously disadvantaged individuals. The analysis of 
representation shows that Africans form 69% of the entire workforce. Coloureds 0.3%, Indians 
25.8%, and Whites 4.9%. The spread of blacks in top management and management of most 
departments is good. At the three highest levels of management there are nine (9) Africans, nine 
(9) Indians, and twelve (12) Whites. 

The major challenge facing the Municipality in terms of employment equity is the recruitment and 
empowerment of women, who only form 30.1 % of the workforce and only three (3), are part of the 
three top levels of management. In addition, in junior management, there is an under- 
representation of African females, while the general workers' category is largely dominated by 
black males. KwaDukuza Municipality aims to reach employment levels that meet with the 
demographics of the Municipality. 

The profile of the Municipality by Occupational Category for financial year 2007/08 is: 


TABLE 29: Employment Statistics by Occupational Category 


OCCUPATIONAL CATEGORY 

Legislators, senior officials and managers 

DESIGNATED 

NON- 

DESIGNATED 

TOTAL 

61 

MALE 

FEMALE 

WHITE 

MALE 

FOREIGN 

NATION- 

ALS 

B 

C 

1 

B 

C 

1 

W 

22 

- 

13 

10 

- 

3 

2 

11 

- 

Professionals 

4 

- 

3 

1 

- 

- 

1 

1 

- 

10 

Technicians and associated professionals 

18 

1 

12 

13 

- 

10 

2 

1 

- 

57 

Clerks 

31 

- 

34 

33 

- 

35 

7 

- 

- 

140 

Service and sales workers 

38 

- 

22 

5 

- 

1 

1 

4 

- 

71 

Skilled agricultural and fishery workers 

2 

- 

2 

1 

- 

- 

- 

- 

- 

5 

Craft and related trade workers 

69 

1 

23 

1 

- 

- 

3 

- 

- 

97 

Plant and machine operators and assemblers 

19 

- 

12 

2 

- 

- 

- 

- 

- 

33 

Elementary occupations 

142 

- 

13 

71 

- 

2 

- 

- 

- 

228 

Total Permanent 

345 

- 

134 

137 

- 

51 

13 

20 

- 

700 

Non permanent 

25 


3 

22 

- 

9 

1 

3 

- 

63 

TOTAL 

715 

2 

271 

296 

0 

111 

30 

40 

0 

1 465 


I 

I 

I 

I 

I 
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TABLE 30: Education and Training Planned and Conducted 



Training and Development Information 


n 

Indicative 
Spend Per 
Levei - R 


1 OOO'Sl 


800 1 
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46,600 1 

59,078 1 





2,550 1 





17,998 1 

2,640 1 





19,550 1 

17,260 1 

3,645 1 
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94,700 1 



428,542 1 
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1 Skilled agric & fishery workers SOC 600 I 











EDUCATION AND TRAINING PLANNED AND COI 

forth 

KIND AND NUMBER OF BENEFICIARIES 

I 

No. to 
receive 
training 


- 

1 Senior officials/managers I 

- 

CO 

CN 

tv 



1 Professionals SOC 200 I 


- 




CO 

CN 




CO 

CN 

o 

Os 

sO 


Os 

CO 



187 1 

Skills 

Priority No. 
(Section 7.2 
of WSP) 





























Employment category 

Leadership and Governance SOC 100 

1 Executive Mayor I 

1 CEO/MD 1 

1 Directors I 

1 Financiai Directors I 

1 Department/Division Heads I 

1 Piant Managers I 

1 information technoiogy I 

1 Health care I 

1 Parks/community facilities I 

1 Core finance I 

1 Health care I 

1 Public safety/Emergency services I 

1 Community development I 

1 Roads 1 

1 Electricity I 

1 Information technology I 

1 Core administration I 

1 Parks/community facilities I 

1 Clerks SOC 400 I 

1 Core administration I 

1 Core finance I 

1 Service workers SOC 500 I 

1 Public safety/Emergency services I 

1 Electricity I 

1 Core finance I 

1 Apprentices I 

1 TOTALS 1 
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4.3 HUMAN RESOURCE GOVERNANCE 

i 

The Human Resource Department was instrumental in the review of the Human Resource Policy 
and shortfalls in the current policy were identified and addressed. 

Workplace Skills Development plans and a report, which forms part of the Integrated Development 
Plan of the Municipality, were submitted to the relevant legislative bodies in terms of legislation. 
Training of the unemployed in the community was promoted and approved by Council and will be 
further addressed. 

An Employment Equity Plan for the period October 2005 to September 2008 was instrumental for 
the achievement of most of the targets set and annual reports were submitted to the relevant 
legislative bodies in terms of legislation. 

The VIP electronic Personnel Record system Is maintained and data verified on an ongoing basis 
ensuring that legislative requirements are met. Audit queries were addressed and risks in terms of 
the aforesaid were eliminated. 

The filling of critical vacant posts, retention of staff, staff wellness policy, promotion of staff, 
induction program for new staff members, elimination of risk and standard operating procedures, 
are some of the many challenges the department is facing. Progress was made in meeting these 
I challenges by drafting a Human Resource Plan addressing such challenges. 

I 

j A Human Resources Procedural Manual was adopted to minimise risk factors with regard to 

I various Human Resource administrative procedures and to provide guidance to management and 

staff. 

The following committees are instrumental to Human Resource Governance and meet on a regular 
basis: 

I • Local Labour Forum, 

j • Training Committee. 

I 

! • HR and Union Forum. 
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4.4 PERFORMANCE MANAGEMENT AND 
REPORTING 


In order to instil high performance, the Municipality introduced a comprehensive performance 
management system in accordance with Chapter 6 of the Local Government Municipal Systems 
Act of 2000 and the Planning and Performance Management Regulations (2001). 


The Performance Management Department has three sections - individual performance 
management, organisational performance management and research, reporting and monitoring. 


Organisational and individual performance management was implemented using the balanced 
scorecard methodology. The Municipality developed a strategy-focused scorecard in the 2005/06 
financial year. An Individual Performance Management Cycle was rolled out and implemented at 
the senior management level. 

All departments developed scorecards that were aligned to the overall municipal scorecard, which 
were aligned to the municipal IDP and the District Municipal IDP and all departments conducted 
performance review sessions for the first time in the 2007/08 financial year. Details of achieve- 
ments against the performance measures in the scorecards are included in Chapter 6. 

Performance reporting in the Municipality is undertaken within the requirements of the 
performance management legislation i.e. Municipal Finance Management Act (MFMA), 
Municipal Systems Act (MSA) and applicable regulations. The Municipality's status with regard to 
the nine phases in the performance management cycle during the 2007/2008 financial year was 
undertaken in terms of the Municipal Systems Act's requirements. The Municipality's status with 
regard to these phases during the 2007/2008 financial year is indicated below: 


PHASE 

NO. 

DESCRIPTION 

DETAILS 

1 

Development of Integrated 
Development Plan (IDP) 

The Municipality's IDP for the 2007/2008 financial year, as required in ferms of section 35 of the 
MSA was adopted in May 2006 

2 

Development and 
implementation of the 
Performance Managemenf 
Sysfem (PMS). 

The KwaDukuza Balanced Scorecard methodology, was adopted as the Municipality's 
organisational Performance Managemenf System (PMS). The process plan for delivery on fhe 
IDP was developed during August 2006 through an internal and external stakeholder process 
and adopted by Council in September 2006. With the assistance of DPLG and USAID, The 
Municipalify acquired fhe services of a PMS service provider who performed a review of fhe 

PMS during the 2007/8 financial year, as required in ferms of secfion 40 of the MSA. 
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PHASE 

NO. 

3 

DESCRIPTION 

Developments. 
Implementation of Key 
Performance Indicators 
(KPI's) 

DETAILS 

The draft IDP was developed during March 2006 and contained outcome, input, and output 
objectives. Input into the strategic objectives of the IDP was developed through iterative 
internal processes. 

Inputs developed by the directorate and departmental business plans were used as input into 
the IDP. The strategic goals of the IDP were used to develop the Service Delivery and Budget 
Implementation Plans (SDBIP), which contained the Municipality's key performance indicators 
and output targets. The Mayor approved the high-level SDBIP in May 2007. 

This plan isaligned with the IDP, budget and section 57 employees' performance agreements and 
formed the basis for the Balanced Scorecard and performance reporting in the Municipality. 

4 

Setting of Targets for Key 
Performance Indicators 

During September 2006, November 2006, January 2007 and February 2007 workshops were run 
with the IDP Forum to align local, provincial, and national strategies. Community and sector 
organisations participated in the prioritisation of Council inifiatives at ward and Municipality wide 
levels. During these interventions and with the approach stated in Phase 3, targets were set which 
ultimately formed the basis forthe SDBIP and the Municipal Scorecard for 2007/2008. 

5 

Actual Service Delivery 
Process 

The Municipality's actual performance is monifored, measured and reviewed on a quarterly basis 
with regard to each of ifs development priorities and objectives and against the key performance 
indicators (KPI's) and fargefs as required in fhe MSA, Secfion 41 and Regulation 13. This is 
performed via the quarterly performance reporting cycle. Reporting includes reasons forvariance 
and remedial steps where performance is below torgef. Performance Agreemenfs are used to 
track the municipal managerand all senior managers' performance [Sec. 57(l)(b)]. 

6 

Internal Monitoring 

The communify musf monitor fhe Municipality's performance in relation to the set key 
performance indicators and performance targets via appropriate mechanisms, which have been 
established in terms of Chapter 4 of the Act. 

Service providers 

A project team will be appointed to establish a framework during fhe 2008/2009 financial year to 
track the performance of service providers as required by the Municipality's performance 
management legislation. This includes setting of key performance indicators, targets, measuring 
and reporting of performance as well as the revision of strategies and objectives. 

7 

Internal Control of the 
Performance Managemenf 
Sysfem 

Internal audits on the progress with the implementation of the Municipality's performance sysfem 
were performed as required by section 45 (a) of the MSA, and performance regulafions 
14(l)(C)(i). The 2007/2008 KPI's and Municipal Manager's targefs were aligned to those of the 
IDP but were not fully cascaded down to all departmenfs at fhe stort of fhe financial year. This will 
be completed during the first quarter. The Performance Management System will only be 
rolled-out to staff (level 1) during the 2008/2009 financial year in terms of the Performance 
Managemenf (PM) Policy and Procedure Manual. 

8 

Performance 

Measurements and 
Reporting 

Municipality administration 

The Municipality measured its own performance in terms of a reporting framework against the 
IDP and SDBIP indicators and targets as required in terms of section 41 (1) of the MSA and 
performance regulations 13 forthe financial year 2007/2008. 

Service providers 

Monitoring of service providers' performance was not done during 2007/2008 but is on track for 
the 2008/09 financial year. 

Staff 

The Municipality is in the process of reviewing its framework to track its staff performance. Only 
section 57 employees' (Municipal Manager and senior officials reporting to the Municipal 
Manager) performance was reviewed during the 2007/2008 financial year. 

9 

Revision of Municipality's 
Performance 

The strengths, weaknesses, opportunities and threats experienced by the Municipality in 
meeting its KPI's and performance targets were identified during the review of its performance, 
as required in terms of performance regulation 13 (4) (a). The Municipality's strategies and 
objectives were also reviewed and an IDP for the 2007/2008 financial year was compiled and 
approved by the Council. 


I 
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4.5 STAFFING INFORMATION 


Although not all vacancies were filled during the course of the year most key posts identified by 
Council were filled. The Council is still over the 5% vacancy rate targeted but every effort is being 
made to achieve the 5% goal. 


Employee Assistance Programme 

The following Employee Assistance Programmes were offered during the year: 

• Trauma counselling offered after incidents to Fire Fighters, Traffic Officers, hijacked employees, 
employee victims of robbery while on duty; 

• Financial assistance to employees enrolled for approved courses; and 

• Addiction rehabilitation programmes. 


Remuneration of Councillors 

TABLE 31: Councillors' Remuneration 


COUNCILLORS 

AMOUNT (R) 

Mayor 

452,137 

Speaker 

370,597 

Deputy Mayor 

310,378 

Exco members 

1,739,816 

Councillors 

5,061,276 

TOTAL 

7,934,204 


Remuneration of Senior Officials 

TABLE 32: Senior Officials' Remuneration 


SENIOR MANAGEMENT 

AMOUNT 

Municipal Manager 

893,505 

Chief Financial Officer 

830,094 

Head of Department: Municipal Service 

739,097 

Head of Department: Technical Service 

741,908 

Head of Department: Corporate Services 

689,760 

Head of Department: Economic Development Planning 

760,143 

TOTAL 

4,654,507 


In Kind Benefits 

• The Mayor and Speaker are full-time and have an office and secretarial support at the cost of 
the Council. 

• The Mayor has the useof a Council purchased vehicle for official duties and has two permanent 
bodyguards. 
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